Two studies were conducted to examine the association of two workaholism components (drive to work and work enjoyment) with life and work values. Study 1 examined whether life values that are lower on the ideal value hierarchy predict the drive to work; and whether life values that are higher on the hierarchy predict work enjoyment. Study 2 tested the hypotheses that extrinsic work values predict the drive to work, whereas intrinsic work values predict work enjoyment. The results of study 1 showed that moral values, which represent higher order life values, were negatively correlated with the drive to work and positively correlated with work enjoyment. Work enjoyment was also negatively associated with vital values, which have a low position on the ideal life values hierarchy. Hypotheses about the relationships between the two workaholism components and life and work values were not fully confirmed.
2018), may develop over time, from excessive work and a work-life imbalance, accompanied by high work satisfaction and an average level of internal pressure to work, to lack of control over working, and strong negative feelings when deprived of work.
Workaholism is clearly a multi-faceted phenomenon, as indicated by different definitions that focus on its various manifestations. Although there is still no consensus about its definition among researchers, contemporary conceptualizations characterise workaholism as a group of co-occurring symptoms Aziz and Zickar 2006) .
One of the earliest empirically validated definitions was proposed by Spence and Robbins (1992) who considered workaholism to be a syndrome. According to Spence and Robbins, a workaholic is a person who possesses three main characteristics: (1) a sense of compulsion to work arising from internal pressure, (2) high commitment to work, and (3) low work enjoyment. In addition, they distinguished an enthusiastic workaholic type, which is characterised by high levels of drive to work and work involvement, and a high level of work enjoyment. The three identified dimensions of workaholism are labelled the 'workaholic triad' and an instrument created to measure them (Workaholism Battery, WorkBAT) is used in many studies of this phenomenon (Snir and Harpaz 2012) .
Our study included two of the three original workaholism components: drive to work and work enjoyment. The rationale for limiting the number of components was based on research conducted in other cultures (e.g. Turkish, Polish, New Zealand, Norway) that underscore the advantage of a two-factor over a three-factor structure of the WorkBAT (e.g. Andreassen et al. 2007; Malinowska et al. 2010; McMillan et al. 2002) .
The main advantage of using these two components in research on workaholism is that they represent both the negative (i.e. drive to work) and positive (i.e. work enjoyment) aspects of this construct. The dual nature of workaholism has been empirically demonstrated in research that analysed workaholism components or types of workaholism in relation to health consequences (Burke 2000c; Burke et al. 2004; Johnstone and Johnston 2005) and their motivational antecedents (Van den Broeck et al. 2011 ). In addition, the decision to view workaholism as being composed of negative and positive aspects is in keeping with the more contemporary conceptualization of workaholism proposed by Ng et al. (2007) . These authors identified cognitive, behavioural, and affective dimensions of workaholism and proposed components that are relevant to the three dimensions.
The drive to work is a cognitive component of workaholism; it appears in many conceptualizations of workaholism, which regard it as the stable tendency to work excessively and compulsively (e.g. Andreassen 2014; Oates 1971; Robinson 1996; Schaufeli et al. 2008) . A person who has a strong drive to work feels an inner urge, and/or an obsession with work. He or she feels an internal obligation to work, even if external sources of pressure, such as the requirements of the workplace or the supervisor, are absent. Work enjoyment is the second aspect analysed in the study. It is an affective component of workaholism. A person who has a high level of work enjoyment takes pleasure from their work and likes it because it is intrinsically interesting (Johnstone and Johnston 2005; McMillan et al. 2002; Spence and Robbins 1992) . In addition, some conceptualizations (e.g. Wojdylo et al. 2013 ) consider positive emotions experienced at work to have a compensatory function for workaholics.
Although researchers have paid considerable attention to the outcomes of workaholism related to psychological and work well-being (e.g. Clark et al. 2014 ), a compelling case can be made for devoting more research attention to the antecedents of workaholism. A proposal to include values in the analysis of the antecedents of workaholism was suggested by Liang and Chu (2009) in their theoretical model. To date, evidence on the predictors of drive to work and work enjoyment is limited to types of motivation ; Van den Broeck et al. 2011) , whereas the role of values remains untested. The present study was designed to address this gap in the literature. In particular, we examined life and work values as potential predictors of drive to work and work enjoyment. This investigation should contribute to knowledge about the personality and, particularly, the motivational antecedents of workaholism, and add to a further differentiation between its components.
Life and Work Values
Values have an important effect on an individual's attitude and behaviour. In psychology, values are a core personality construct that is strongly connected to the choice of action and behaviour and underlies the specification of goals (Bargh et al. 2010; Guttman 1982; Rokeach 1973 Rokeach , 1979 McClelland 1986; Sagie 1993) . As noted by Latham (2007, p. 150) , who differentiated between values and goals: 'Goals are the mechanism by which values lead to action'. Schwartz (2005) explained this mechanism and defined values as abstract motivational beliefs concerning trans-situational goals, varying in importance and containing information about what is important for the individual. This definition is congruent with an early conceptualization of values by Allport (1961) , who stated that values are beliefs that cause individuals to act on their preferences.
A similar approach to values was presented by Brzozowski (2007) who postulated, referring to a phenomenological philosophy (Scheler 1975; Tischner 1984) , that life values form an ideal hierarchy. The ideal hierarchy of values divides values into four subgroups, starting from the least important these are as follows: hedonistic values, vital values, spiritual values consisting of moral, truth and aesthetic values, and holy values (both secular and religious). The order of values in the ideal value hierarchy has its roots or foundation in European cultural heritage (Brzozowski 2005) and can be treated as a pattern or reference point to analyse an individual's hierarchy of values.
Although many authors recognise the universality of values, not everyone is willing to claim that there is the ideal hierarchy of life values (e.g. Schwartz 1992 ). However, the assumptions that there is an ideal hierarchy of values, as proposed by Brzozowski (1995 Brzozowski ( , 2007 , are supported by empirical evidence. The theory argues that the emotional, cognitive, and social maturation of individuals should lead to exploring and learning more fully about the ideal hierarchy. Studies have shown that the value hierarchies of criminals and alcoholics are less similar to the pattern of the ideal hierarchy compared to the value hierarchy of seminarians, clergy, and scouts (Brzozowski 1992 (Brzozowski , 2007 . The relationships among the ideal value hierarchy, personality determinants of mental health, and social adjustment also have been empirically verified. Brzozowski (2007) , who used subscales of the California Personality Inventory (CPI), obtained significant positive correlations between the similarity of an individual's hierarchy to the pattern of the ideal hierarchy and health indicators, such as personal adjustment, mental health, social adaptation, and adherence to standards.
Thoresen and his colleagues (Thoresen et al. 2003) demonstrated that individuals who value work, family, and religion on the same level as personal values are more enthusiastic and active at work. This relationship was confirmed by another group of researchers, who showed that the appreciation of values such as work, family, and religion is an important predictor of positive mood at work (Hyde and Weathington 2006) .
Although values are inherent in most work-motivation theories (Locke and Henne 1986) , few vocational theories incorporate work values as a construct of central importance. Three of the best-known theories in the vocational literature that do address work values are Super's Life-Span, Life-Space theory (Super 1953) , the Theory of Work Adjustment (Dawis and Lofquist 1984) , and Duane Brown's ValuesBased, Holistic theory (Brown 1996) . In our study, we selected Super's proposition (Super 1953) , in which work values are defined as professional goals that an individual considers to be important and desirable and tries to achieve in his or her career. Super (1970) notes that work values can be used to assess one's motivation to work. These work-related values are as follows: altruism, aesthetics, achievement, changeability, co-workers, creativity, income, independence, intellectual stimulation, lifestyle, management, prestige, promotion, security, supervisory relations, and workplace. Super's original classification of work values included seven categories: (1) external work values, (2) autonomy and intellectual stimulation, (3) relationships and workplace, (4) altruism, (5) aesthetics, (6) achievements, and (7) others, not classified. The meaning of each work value and its category are presented in Table 1. Super's classification of work values is complementary to other researchers' suggestion that work values can be classified as extrinsic or intrinsic (George and Jones 1997; Nord et al. 1990) . One definition describes intrinsic work values as desired endstates that depend on the content of the work, and extrinsic values as being independent of the content of the work (George and Jones 1997) . Based on Deci and Ryan's theory of the source of motivation (the Self-Determination Theory, SDT), it is also possible to distinguish between intrinsic and extrinsic goals. Intrinsic goals are defined as those pursuits that are generally congruent with the psychological needs for relatedness, autonomy, and competence, as proposed by SDT Ryan 1985, 2000; Kasser 2002; Elliot 1998, 1999) , and are inherently satisfying to pursue, in and of themselves. In contrast, extrinsic goals are primarily concerned with obtaining rewards or social praise; because they are typically means to some other ends or they compensate for problems in need satisfaction, they are less likely to be inherently satisfying (Deci and Ryan 2000) . It can be assumed that Super's original category of autonomy and stimulation, which includes creativity, independence, and intellectual stimulation, is congruent with intrinsic values. External values in his classification, including income, management, prestige, promotion, and security, have the same meaning as they do in the aforementioned propositions that distinguish extrinsic values. Having an intrinsic work value orientation and a high regard for intrinsic values is considered to be particularly beneficial. Deci and Ryan (2000) found that individuals who are motivated by extrinsic goals and external sources of motivation report lower levels of satisfaction and psychological health compared to those who pursue intrinsic goals. Other research also suggests that employees who value intrinsic aspects of their job are more creative and self-directed and prefer to learn new skills, and that this leads to job satisfaction and enthusiasm (Knoop 1994) . Therefore, the intrinsic and extrinsic work values classification may be used to assess psychological well-being.
Workaholism Components, Life, and Work Values
We should consider the nature of the different components of workaholism when regarding their relationship with values. A study by Adreassen and colleagues (Andreassen et al. 2007) found that different components of workaholism have different relationships with health symptoms. The drive to work was correlated positively with all job stress scales, whereas work enjoyment was correlated negatively with all job stress scales except the promotion scale. The drive to work was also positively correlated with emotional exhaustion and absorption. In contrast, burnout scales were negatively related to work enjoyment.
Another study found that work enjoyment was positively related to general self-efficacy (Burke et al. 2006 ). This result signifies that people who enjoy their work expect their work activities to be successful and have a sense of control over them. Feeling driven to work was positively related to neuroticism, which represents a high level of anxiety and inhibits free choice and self-control.
A study by Graves and colleagues (Graves et al. 2012) found that individuals who reported higher levels of drive to work had lower self-esteem in contrast to those who reported higher levels of work enjoyment. Moreover, individuals with higher levels of work enjoyment had higher performance and career satisfaction and less psychological strain. There were no significant correlations between the aforementioned variables and drive to work.
There is a lack of research on the relationship between workaholism and life values. Machlowitz (1980) suggested, based on 100 interviews with workaholics, that workaholics appreciated work and being productive at the expense of other activities. A study by Paluchowski and Hornowska (2003) found that work was the most significant value for workaholics. They treated work as a domain for achieving other important things they valued, such as gaining admiration and respect, influencing other people, achieving higher career levels, and improving their own skills. Their two least important values were relationships and social interactions.
It can be assumed that the life values of workaholics, who appreciate work more than they do other values, are not arranged in the ideal value hierarchy, in which the highest values are holy and spiritual values (consisting of moral, truth, and aesthetic values) and the lowest values are vital and hedonistic values.
However, taking into account the research findings about the different nature of the two components of workaholism and the assumption that the ideal value hierarchy indicates more mature personality, it is reasonable to expect that:
Hypothesis 1: The drive to work can be predicted by lower order values of the ideal value hierarchy (hedonistic and vital values). The higher the level of hedonistic and vital values, the higher the level of the drive to work. Hypothesis 2: Work enjoyment can be predicted by higher order values of the ideal value hierarchy (moral, truth and aesthetic values, secular and religious holy values). The higher the level of moral, truth, aesthetic values, secular and religious holy values, the higher the level of work enjoyment.
As noted earlier, the drive to work and work enjoyment correlate differently with health indicators, including neuroticism, self-efficacy, and self-esteem. In addition, there are differences between these workaholism components and their link to motivation. Researchers (e.g. Burke and Fiksenbaum 2008) see them as representing different underlying motivations or orientations to work.
A study by Van den Broeck and colleagues (Van den Broeck et al. 2011) provides evidence that people work compulsively because they are concerned about extrinsic rewards or punishment. The study found that compulsive working was related positively to controlled motivation.
These results were confirmed in another study that used the SDT's types of motivation regulation (Van Beek et al. 2011) . The researchers confirmed that workaholic employees were significantly more driven by external regulation than were engaged workaholics. These types of workaholics differ in their level of work engagement, which is defined as a positive fulfilling work-related state of mind (Schaufeli et al. 2002) . Moreover, the study revealed that both engaged employees and engaged workaholics are driven by autonomous motivation.
Thus, when drive to work arises from external sources of motivation and work enjoyment comes from internal sources of motivation and the free pursuit of activities, we propose:
Hypothesis 3: The drive to work is predicted by extrinsic work values (income, management, prestige, promotion, and security). The higher the level of income, management, prestige, promotion, and security, the higher the level of the drive to work. Hypothesis 4: Work enjoyment is predicted by intrinsic work values (creativity, independence, and intellectual stimulation). The higher the level of creativity, independence, and intellectual stimulation, the higher the level of work enjoyment.
The hypotheses 1 and 2 were tested in study 1, whereas the hypotheses 3 and 4 were tested in study 2.
Study 1

Method
Participants and Procedure
The participants consisted of 137 Polish managers who were students or graduates of Master of Business Administration (MBA) programmes in Poland. The purposive sampling method was used. The selection criteria for participation in the study were as follows: participants had to work at least in a middle-level management position, have at least 2 years of work experience at a managerial level, and be working fulltime in organisations with more than 250 employees. These criteria were used to select cases of potential workaholism which can be mainly found in white-collar jobs which are characterised by high complexity, work pressure, risk-taking, uncertainty, and changeability of work methods (Kanai and Wakabayashi 2001; Johnstone and Johnston 2005) . The participants were invited to participate in the study either personally by a researcher during a class, or through an e-mail sent by a representative of the MBA schools. The response rate for personal contact was 25%. The response rate is difficult to assess for the e-mails sent by the MBA schools because it is impossible to know how many e-mails were received (some e-mail addresses of MBA graduates might be outdated). The paper form of the questionnaire was completed by 111 people, and the online form was completed by 75 people. The influence of the form on the structure of relationships between variables was controlled and was insignificant.
The results from 137 people were analysed from 95 people completing the paper form and 42 people completing the online form, owing to incomplete provision of data. Over a quarter (27.7%) of the participants were women, 70.8% were men, and 1.5% did not provide data on their gender. Their average age was 36 years (SD = 6.2), with an age range from 25 to 55 years. All the participants were employed full-time in managerial positions within different organisations located in different regions of Poland. Their average job tenure was 12.62 years (SD = 6.01). The proportion of participants who were married was 68.6%; 26.3% were single and had never been married; and 2.9% were divorced. On average, they worked 49.44 h per week (SD = 9.28). The average number of working hours in Poland is 46 (CBOS 2012).
Measures
Components of Workaholism
Two subscales of the Workaholism Battery, developed by Spence and Robbins, which was adapted to Polish conditions (Malinowska et al. 2010) , were used: (1) Feeling Driven to Work /Drive to Work-an internal feeling of pressure and a need to work that is unrelated to external requirements, e.g. 'I feel guilty when I take a day off' (α = .79); (2) Work Enjoyment-deriving pleasure from performing work, e.g. 'Most of the time my job is very enjoyable' (α = .62). Each participant rated the degree to which each statement conformed with his/her own beliefs on a 5-point scale (1 = 'I definitely agree'; 5 = 'I definitely disagree').
Life Values
The Scheler's Values Scale (version D), which was developed by Brzozowski (1995) , consists of 50 values that comprise six scales: hedonistic values (e.g. 'pleasure', α = .84), vital force values (e.g. 'physical strength', α = .89), aesthetic values (e.g. 'elegance', α = .85), truth values (e.g. 'knowledge', α = .90), moral values (e.g. 'kindness', α = .90), and sacred values (e.g. 'faith', α = .87). The values are ordered alphabetically. The task of the participant is to assess each value on a 100-point scale (0 = 'not important', to 100 = 'most important') independent of the other values. This tool measures the subjective importance of values and the level of agreement between an individual's subjective hierarchy of values and the ideal hierarchy of values.
Results
Means, standard deviations, and correlations between variables are presented in Table 2 . Multiple regression analyses on SPSS were conducted in which each of the life values was regressed on drive to work and work enjoyment to test the hypotheses about life values as potential predictors of the two components of workaholism. As shown in Table 3 , life values explained very little of the variance in either component of workaholism: drive to work (R 2 = .06, p = .50) and work enjoyment (R 2 = .08, p = .19).
The drive to work was negatively related to moral values (β = − .30, p = .04). Work enjoyment was positively related to moral values (β = .31, p = .04) and negatively related to vital values (β = − .27, p = .03). 
Study 2
Method
Participants and Procedure
Participants were recruited from a Polish production company. The convenience sampling method was used. Research questionnaires were given to 150 full-time employees and 81 of them were returned, yielding a 54% response rate. Complete data were available for 72 employees. The sample included 29 women and 43 men; their mean age was 36 years (SD = 8.77). The sample represented middle-level management (14%), specialists (44%), administrative jobs (14%), and production jobs (28%); 53% of the participants had a university degree and 47% had a graduate degree.
Measures
Workaholism
Two subscales of the Workaholism Battery (Spence and Robbins 1992) that were used in study 1 were also used in study 2 to assess the components of workaholism.
Work Values
The Work Values Orientations scale developed by Seifert and Bergmann (1983) was adapted for use in the Polish context by Zalewska (2000) . It assesses the following 16 values: achievement (α = .55), aesthetics (α = .86), altruism (α = .92), changeability (α = .79), coworkers (α = .55), creativity (α = .87), income (α = .81), independence (α = .72), intellectual stimulation (α = .88), lifestyle (α = .54), management (α = .89), prestige (α = .84), promotion (α = .90), security (α = .73), supervisory relations (α = .89), workplace (α = .90). The scale consists of 48 items, with each work value measured by 3 items. The items were rated on a 5-point scale ranging from 1 (completely unimportant to me) to 5 (very important to me). 
Results
Means, standard deviations, and correlations between variables are presented in Table 4 . It should be noted that the relationship between the drive to work and work enjoyment was positive and significant (r = .29, p < .01), whereas this relationship was negative and insignificant in study 1, which might be explained by differences in the samples and procedures of conducting these two studies. The drive to work is a cognitive component and work enjoyment is an emotional component of workaholism. They should be treated as independent to some extent, based on the weak and positive correlation between them in the present study 2 and in previous research of other authors (e.g. Burke 2000b ). Taking these into account, we decided to analyse them separately rather than using a simultaneous equations approach with one higher order construct. Multiple regression analyses on SPSS were conducted to test the hypotheses about work values as predictors of the two components of workaholism. The results of the analyses are presented in Table 5 . Work values explained a significant amount of the variance in drive to work (R 2 = .43, p = .004) and work enjoyment (R 2 = .62, p < .001). The higher their level of drive to work, the higher participants rated the importance of intellectual stimulation (β = .34; p = .001), income (β = .23; p = .02), and supervisory relations (β = .20; p = .04). The higher their level of drive to work, the lower participants rated the importance of challenge (β = − .26; p = .01), security (β = − .23; p = .02), and achievement (β = − .19; p = .04).
The higher their level of work enjoyment, the higher participants rated the importance of independence (β = .43; p < .001) and the workplace (β = .35; p < .001). The higher their level of work enjoyment, the lower they rated the importance of aesthetics (β = − .37; p < .001), management (β = − .37; p < .001), security (β = − .32; p < .001), prestige (β = − .30; p < .001), and supervisory relations (β = − .22; p < .01).
Discussion
There has been a great deal of interest in the correlates of workaholism among scholars and practitioners in recent years. Although much is known about its potential consequences, there is little empirical evidence on the source of workaholism. The purpose of this study was to analyse the role of life and work values in predicting the drive to work and work enjoyment. In psychology, values are significant mechanisms influencing behaviour, motivation, cognition, and affect. They may also be used as indicators of a well-adjusted and mature personality.
We expected that the drive to work and work enjoyment would be predicted, respectively, by lower order life values (hedonistic and vital values) and higher order life values (moral, truth and aesthetic values, secular and religious holy values) in the ideal value hierarchy. It was found that these two components were diversely related to moral values. The association between drive to work and moral values was negative, whereas it was positive for work enjoyment. Specifically, those who had a compulsive drive to work hard did not appreciate honesty, kindness, or generosity in relationships with others. This interesting finding may explain why workaholics have poor professional and family relationships (e.g. Killinger 1991; Robinson 1996) . If they do not appreciate the qualities related to having good relationships with others, they are likely to have difficulties in this area. In contrast, participants who enjoyed their work greatly appreciated values related to interpersonal relations and, particularly, being respectful, fair, and kind in relationships with others. Moreover, participants with a high level of work enjoyment placed less importance on fun and pleasure. This sheds some light on possible reasons why those who enjoyed their work neglect leisure time and pleasure in their life (Machlowitz 1980) , and this might explain why they have difficulties with recovery (Binnewies and Sonnentag 2008; Taris et al. 2005) .
It should be noted that correlations between drive to work and work enjoyment as well as other values, representing low-order (vital values) and higher order (truth and aesthetic values, secular and religious holy values), in the ideal value hierarchy were insignificant. Thus, our results confirm not fully, but partially hypotheses 1 and 2. However, this study provides a valuable contribution to the existing literature. It showed that drive to work and work enjoyment represent different levels of psychological and social adjustment based on their diverse relationships to moral values which have a high position in the ideal value hierarchy.
It was predicted, on the basis of previous research, that the drive to work would be related to extrinsic work values (income, management, prestige, promotion, and security) and work enjoyment would be related to intrinsic work values (creativity, independence, and intellectual stimulation). Our results, however, did not support hypotheses 3 and 4 completely. The study found that the drive to work was positively related to extrinsic work values, such as income, as well as the intrinsic work value of intellectual stimulation. This workaholism component also was positively related to supervisory relations. Moreover, participants who had an inner compulsion to work hard did not appreciate security, which is an extrinsic work value, or other values, such as challenge and achievement. Accordingly, those who enjoyed their work appreciated independence, which is an intrinsic work value, the most, along with work Although the results of study 2 did not confirm the assumptions about the distinctive relationship between the components of workaholism and extrinsic and intrinsic work values, it provided additional evidence about the sources of motivation of workaholics. It is possible that individuals who feel internal pressure to work hard are motivated both by the financial revenue they get from their work and by independent thinking; they are keen on learning how and why things work. Furthermore, a collegial relationship with an individual's supervisor is important to them. Importantly, these findings confirm previous results that workaholics can be motivated by external and internal motivation (Van den Broeck et al. 2011) .
Regarding individuals who enjoy their work, the present study found that they are motivated mostly by opportunities to control the manner in which they perform their work and by pleasant working conditions. They do not seek security or prestige in their work and they are not motivated to manage others or have a relationship with supervisors. This may signify that they are mainly motivated by autonomy in their work and want to have good workplace conditions to perform their work.
It should be noted that work values, in comparison to life values, were more significant predictors of both workaholism components. This result can be explained, in part, by research demonstrating that internal general causes are less predictive than situational variables in determining behaviour (e.g. Darley and Latané 1968; Mischel 1973) . Work values explained over 40% of the variance in the drive to work and over 60% of the variance in work enjoyment.
Practical Implications
Our findings have practical implications. Work values, in particular, can be used by organisations and Human Resources practitioners in the analysis of workaholics' motivation to work. Moreover, organisations should diagnose work values and take into account the distinction between intrinsic versus extrinsic values while selecting employees. The outcome of this could be lesser drive to work and greater work enjoyment among their employees. Finally, the organisational culture should be focused on the intrinsic value of independence and the creation of a friendly (tiny and quiet) workplace in order to stimulate work enjoyment.
Limitations and Future Research Directions
Some limitations of the present studies should be noted. First, all the data were collected using self-reports, raising the possibility of common method variance and response set tendencies. Although, there is no other option than measuring individual life and work values by selfreports, it is crucial for future research to employ multiple methods and use, for instance, peers' or supervisor' observations about workaholic behaviours. Second, the data were collected at only one point in time, making an examination of causality impossible. Future research which uses a longitudinal approach is needed. It is beneficial not only for examining causality, but also for analysing the changes in workaholism components with regard to organisational support and the reward of values which may guide the behaviours associated with workaholism. Third, we examined only two workaholism components in relation to life and work values in our study. A study employing different measures of workaholism and using more workaholism components (e.g. working excessively, tolerance, withdrawal) seems to be a useful next step. Fourth, we analysed data from a small sample of participants employed in one production company in study 2, which makes it impossible to generalise those findings. It is important that future research include larger samples and more heterogeneous populations. A final limitation is that three scales (co-workers, achievement, lifestyle) used to measure work values in study 2 have alfa levels below .60, which do not warrant stability of responses.
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